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Abstract 
Workplace deviance in organizations has becoming a serious issue discussed amongst researchers and managers. It seems that the 
cost of workplace deviance is detrimental as it affects organizational effectiveness and performance. The aim of this paper is to 
extend the workplace deviance construct into voluntary sector and to examine the correlation between perceived organizational 
supports with workplace deviance. Data were gathered from a sample of 346 volunteers that involved in emergency relief 
services in Malaysia. Results from the factor analysis indicated three forms of workplace deviance and the hierarchical multiple 
regression analyses have revealed that perceived organizational support has a significant negative effect on workplace deviance. 
Theoretical and managerial implications of the findings were discussed.  
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1. Introduction  
 
In the past three decades, researchers and managers have constantly investigating the pervasiveness of workplace 
deviance. Workplace deviances, such as personal aggression, theft and withdrawal behavior are costly problems to 
organizations (Appelbaum, Iaconi, & Matousek, 2007). Early work by Harper (1990) showed that 33 to 75 percent 
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of employees in United States have engaged in some form of theft, vandalism, sabotage, personal aggression and 
unexcused absenteeism. Recently, Bashir, Nasir, Qayyum and Bashir (2012) found 82 percent of employees in 
Pakistan public organizations frequently arrive late to work, 90 percent would have longer lunch breaks and 66 
percent would leave office early. 
 Such negative work behaviors are known as workplace deviance (Bennett & Robinson, 2000). Murphy (1993) 
believed that workplace deviance resulted in organizational losses estimated to range from US$6 to US$200 billion 
annually. Moreover, the impact of workplace violence was found to cause adverse effect such as substantial mental 
disturbance and job stress on their employees which subsequently affecting their work performance (Shamsudin, 
Subramaniam, & Ibrahim, 2011).  
The amount of research in workplace deviance has increased substantially over the last decade and the majority 
of the empirical work was based on western settings (Nasurdin, Ahmad, & Razalli, 2014). Moreover, most studies 
have eventually been devoted to examine the antecedents of workplace deviance in private and public organizations 
(Abdul Rahim, Shabudin, & Mohd Nasurdin, 2012; Alias, Rasdi, Ismail, & Samah, 2013; Alias & Rasdi, 2015; 
Kozako, Safin, & Rahim, 2013; Shamsudin, 2003), while it is scarce to investigate the voluntary organization. The 
incidences of deviant behaviors such as incivility, harassment, drug abuse, impersonation and possession of a false 
identity have been frequently reported in local media. In addition, local studies pertaining to the degree to which 
volunteers believe that their organization values their contribution and cares about their well-being will influence 
them to engage in workplace deviance was scarce. Hence, this study contributes to the literature of work behavior 
and volunteers of emergency relief service, knowing that the emergency relief service is a highly imperative service 
to the public. On top of that, volunteer organizations are heavily relying on their volunteers for their daily operation. 
Therefore, the present study seeks to extend the workplace deviance construct into a voluntary organization using a 
sample of volunteers of emergency relief services and to examine whether perceived organizational support will 
have a significant negative relationship with workplace deviance. 
2. Review of Literature  
2.1 The typology of workplace deviance 
 
In recent years, workplace deviance has received a great deal of interest by researchers and managers (Nasurdin 
et al., 2014). Workplace deviance refers to voluntary behavior that violates significant organizational norms and, in 
doing so, threatens the well-being of an organization, its members, or both (Robinson & Bennett, 1995). Examples 
of workplace deviance include sabotage, withdrawal behavior, theft, abuse of time and resources and accepting 
kickbacks (Bashir et al., 2012; Nasir & Bashir, 2012; Robinson & Bennett, 1995).   
Robinson and Bennett (1995) have identified two types of workplace deviance namely, interpersonal and 
organizational deviance. In their typology, they further categorized according to the severity of each behavior. 
Personal aggression was a major type of interpersonal deviance where it involves physical and verbal actions 
directed toward other individuals such as harassment and abuse, while political deviance was a minor type of 
interpersonal deviance where it involves behaviors that intentionally disadvantage other individuals such as 
gossiping and incivility. The second type of workplace deviance is organizational deviance. Organizational deviance 
consisted of production deviance (minor behaviors which intentionally reducing organizational efficiency of work 
output such as wasting resources, aloof and intentionally work slower than usual) and property deviance (major 
behaviors that harm the organization’s assets and possessions such as sabotage and theft).  
 
 
2.2 Perceived Organizational Support and Workplace Deviance  
 
Perceived organizational support refers to individuals evidently believe that the organization has a general 
positive or negative orientation toward them that encompasses both recognition of their contributions and concern 
for their welfare (Eisenberger, Huntington, Hutchison, & Sowa, 1986). On the basis of social exchange theory, 
individuals would evaluate the cost and benefits associated with a transaction (Blau, 1964). Chinman and 
Wandersman (1999) suggested that the costs and benefits can be used to enhance participation in voluntary groups, 
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and can be managed by organization leaders. Therefore, to ensure continuous participation of volunteers in 
voluntary work, their recognition and concerns for their welfare should not be neglected.  
     Past studies have demonstrated positive relationships between perceived organizational support and 
organizational citizenship behaviors (Dalal, 2005; Gruys & Sackett, 2003), and have been usually interpreted to 
indicate that individuals’ perception that the organization values their contribution and cares about their well-being 
might lead them to believe that organization will favorably to incline to them, and Nair and Bhatnagar (2011) 
deduced that perceived organizational support will have a negative relationship with workplace deviance. And yet, 
Eiseberger, Armeli, Rexwinkel, Lynch and Rhoades (2001) found non-significant relationship when they 
investigated the relationship between felt obligation and withdrawal behavior (one type of deviant behavior) using 
employees of a large mail-processing facilities in US. Therefore, on an exploratory basis, we proposed that: 
 
H1: Perceived Organizational Support has negative relationship with workplace deviance.  
H1a: Perceived Organizational Support has a negative relationship with interpersonal deviance. 
H1b: Perceived Organizational Support has a negative relationship with organizational deviance.  
 
3. Methodology  
 
3.1 Subjects  
 
Participants in the study were volunteers attached to one the Malaysian emergency relief centers. These centers 
have expressed their willingness and allowing their volunteers to participate in this study. Self-administered 
questionnaires (in the form of booklet) were used in data collection. Given the fact that the researcher has direct 
access to the respondents, the researcher contacted the managers at each center for an appointment prior arriving at 
their center. Upon approval from the manager, the researcher was brought to hall by the manager to meet up with 
potential respondents. The researcher explained the purpose of the survey and participation is voluntary. The survey 
forms were hand delivered to the respondents randomly. Each booklet was accompanied with a cover letter; stating 
the purposes of this study, confidentiality of the gathered data, and instructions on how to answer the survey form. 
An envelope was provided to the respondents; they were asked to seal their survey form upon completion and to be 
returned to the researcher. A total of 500 questionnaires were distributed to five states and 346 completed survey 
forms were returned for analysis which resulting a response rate of 69.2%.  
 
3.2 Measurements  
 
The predictor variable used in this study was perceived organizational support. The dependent variable was 
workplace deviance. Perceived organizational support was measured using an eight positively worded items adopted 
from Eisenberg and colleagues (1986). Responses to the items were made on a 5-point scale (1 = strongly disagree 
to 5 = strongly agree). The dependent variable relates to the two forms of workplace deviance namely interpersonal 
deviance and organizational deviance. Seven items were used to measure interpersonal deviance whereas 12 items to 
gauge organizational deviance. These items were derived from Robinson and Bennett (2000). Responses to the 
items were made on a 5-point scale (1 = never to 5 = daily).  
   
3.3 Method of Analysis  
 
Past studies have suggested that workplace deviance can be influence by personal factors; three personal 
variables (sex, age and tenure) were controlled in the statistical analyses. In the current study, the hypotheses were 
tested using a two-step hierarchical regression (Cohen & Cohen, 1975). The controlled variables were entered in the 
first step, followed by perceived organizational support.   
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4. Results 
4.1 Profile of respondents  
 
    The respondent profile is shown in Table 1. From Table 1, it can be observed that of those who participated in the 
survey, 210 (60.7%) were males and 136 (39.3%) were females. The mean age for the sample is 26.6 years with a 
standard deviation of 9.44 years. On average, respondents have been involved as volunteer for 3.0 years with a 
standard deviation of 4.47 years.  
 
Table 1: Socio-demographic profile of the volunteers 
 
Demographic variables Categories Frequency Percentage 
Sex Male 210 60.7 
 Female 136 39.3 
    
Marital Status Currently single 261 75.4 
 Married 85 24.6 
    
Educational Level SPM and below 264 76.3 
 STPM 25 7.23 
 Degree 57 16.47 
 Mean SD  
Age (years) 26.6 9.44  
Tenure (years) 3.0 4.47  
 
4.2 Factor Analyses of Study Variables  
 
A principal axis factoring analysis with oblique rotation was conducted to validate the underlying structure of 
perceived organizational support. In interpreting the factors, only items with a loading of 0.40 or greater on one 
factor are considered (Field, 2000). The results of the factor analysis revealed that all Perceived Organizational 
Support items are loaded on to a single-factor solution as originally conceptualized and the total variance explained 
as 64.48%. The KMO measure of sampling adequacy was 0.927 indicating sufficient inter correlations while the 
Barlett’s Test of Sphericity was significant (Chi square = 1944.98, p< 0.01).  
Another factor analysis was undertaken to see the dimensionality of the dependent variable (workplace deviance). 
The results of the factor analysis revealed that 19 items loaded on to a three-factor solution instead of two-factor 
solution as original conceptualized by Robinson and Bennett (1995) where the total variance explained was 46.94%. 
One item deviance was excluded due to its high cross loading. The KMO measure of sampling adequacy was 0.902 
indicating sufficient inter correlations while the Barlett’s Test of Sphericity was significant (Chi square = 2612.654, 
p<0.01). Factor 1 consisted of five items relate to behaviors that intentionally disadvantage other individuals. Thus, 
this factor was named interpersonal deviance (ID).  Factor 2 was consisted of six items relate to intentional behavior 
that reduce organizational efficiency. Hence this factor was named organizational deviance (OD). Finally, Factor 3, 
which were consisted of five items of organizational deviance relate to physical actions that harm the organization’s 
assets and two items of verbal actions directed toward other individuals in the organization. This factor was named 
inappropriate physical and verbal deviance (PVD). 
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4.3 Mean, Standard Deviations and Inter-item Correlations of the Study Variables 
 
Descriptive statistics such as mean scores, standard deviations, reliability and inter-correlations of the study 
variables were computed in Table 2.  
 
Table 2: Mean, Standard Deviations and Inter-item Correlations of the Study Variables 
Variable Mean SD 1 2 3 4 
1 Perceived Organizational Support 3.83 .77 (.926)    
2 Interpersonal deviance 1.64 .68 -.166** (.767)   
3 Organizational deviance 1.63 .57 -.144** .542** (.818)  
4 Inappropriate Physical and Verbal Deviance 1.21 .48 -.143* .493** .620** (.717) 
**p< 0.01, *p< 0.05, values in parentheses indicate Cronbach’s alpha 
 
 
4.4 Hypothesis Testing  
 
 H1a: Perceived Organizational Support is negatively related to interpersonal deviance  
 H1b: Perceived Organizational Support is negatively related to organizational deviance  
 H1c: Perceived Organizational Support is negatively related to inappropriate physical and verbal deviance.  
 
To test the hypotheses of this study, perceived organizational support was regressed on to the three dimensions of 
workplace deviance separately. Tables 3, 4 and 5 present the results of the three regression analyses.  
 
Table 3 Results of Regression Analysis between Perceived Organizational Support and Interpersonal Deviance  
Independent Variables Interpersonal Deviance 
Model 1 Model 2 
Control Variables   
Age (Year) -.239** -.263** 
Sex (1 = Male) -.061 -.050 
Tenure (Year) .183** .201** 
Model Variable   
Perceived Organizational Support  -.189** 
R² .047 .082 
Adjusted R²   .038 .071 
R² Change .047 .035 
F Change 5.597** 13.080** 
**p< 0.01; *p< 0.05 
  
Results in Table 3, the controlled variables of age, sex and tenure explained 4.7% amount of variance in 
interpersonal deviance. First equation demonstrated age has a negative (β = -.239, p < .01) and tenure has a 
significant positive (β = .183, p < .01) relationship with interpersonal deviance. When Perceived Organizational 
Support was added to the model, an additional 3.5% increase of variance (F change = 13.080, p< .01).    Perceived 
Organizational Support was found to have a negative relationship with interpersonal deviance (β = -.166, p< .01). 
This finding provides support for H1a.  
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Table 4 Results of Regression Analysis between Perceived Organizational Support and Organizational Deviance  
Independent Variables Organizational Deviance 
Model 1 Model 2 
Control Variables   
Age (Year) -.134* -.154* 
Sex (1 = Male) .005 .014 
Tenure (Year) .125 .140* 
Model Variable   
Perceived Organizational Support  -.162* 
R² .016 .042 
Adjusted R²   .007 .030 
R² Change .016 .026 
F Change 1.859 9.141 
**p< 0.01; *p< 0.05 
 
Results in Table 4, the controlled variables of age, sex and tenure explained 1.6% amount of variance in 
organizational deviance. First equation demonstrated age has a negative (β = -.134, p < .05) relationship with 
organizational deviance. When Perceived Organizational Support was added to the model, an additional 2.6% 
increase of variance (F change = 9.141, p< .05).    Perceived Organizational Support was found to have a negative 
relationship with organizational deviance (β = -.162, p< .05). This finding provides support for H1b.  
 
 
Table 5 Results of Regression Analysis between Perceived Organizational Support and Inappropriate Physical and Verbal Deviance  
Independent Variables Inappropriate Physical and Verbal Deviance 
Model 1 Model 2 
Control Variables   
Age (Year) -.113 -.133* 
Sex (1 = Male) .040 .050 
Tenure (Year) .067 .082 
Model Variable   
Perceived Organizational Support  -.159* 
R² .011 .036 
Adjusted R²   .003 .025 
R² Change .011 .025 
F Change 1.298 8.798 
**p< 0.01; *p< 0.05 
 
Results in Table 5, the controlled variables of age, sex and tenure explained 1.1% amount of variance in 
organizational deviance. First equation demonstrated none of the controlled variables have relationships with inter-
organizational deviance. When Perceived Organizational Support was added to the model, an additional 2.5% 
increase of variance (F change = 8.798, p< .05).    Perceived Organizational Support was found to have a negative 
relationship with inappropriate physical and verbal deviance (β = -.159, p< .05). This finding provides support for 
H1c.  
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5. Discussion  
The objective of this study is to validate workplace deviance typology in voluntary sector and to examine 
whether the perceived organizational support has a negative relationship with workplace deviance. The empirical 
results obtained from this study confirmed three forms of deviant behavior and the perceived organizational support 
has negative relationship with interpersonal deviance, organizational deviance and inter-organizational deviance. 
This finding suggests that the degree of organization values the contribution of their volunteers at their organization 
plays an important role in determining the volunteer behaviors at work. Although Eiseberger et al., (2001) found a 
negative but non-significant relationship between felt obligation and withdrawal behaviors, this study showed there 
was a significant negative relationship between volunteer’s perception of favorable treatment and they felt 
obligation to aid the organization achieve its goals. Hence, when a volunteer felt appreciated by their organization, 
they are more inclined to violate organizational norms and be deviant.  
6. Implications and Limitations  
 
From a practical point of view, one can conclude that in order to prevent volunteers to engage in workplace 
deviance, managers of volunteer organization must values their volunteer’s contribution to the organization by 
putting care and listen. Thus, managers concerned with reducing workplace deviance among their volunteers need to 
focus their attention on valuing volunteer contribution and cares about their well-being. A favorable work 
environment that fosters positive implementations of the organization policy and procedure may induce volunteers 
to reciprocate by exhibiting positive organizational, work and interpersonal behaviors.  
The first limitation of this study relates to the sample of this study. Volunteers were recruited from selected 
centers in Malaysia and they are involved in emergency relief activities. Thus, the findings obtained may not be 
generalized to all volunteers. The use of volunteer from other volunteer organizations would improve the 
generalizability of the findings. Secondly, this study is limited to single independent variable of perceived 
organizational support, given the fact that other individual, work or situational factors that may affect individuals to 
engage in workplace deviance. Therefore, researchers should explore these elements in the future.   
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